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ABSTRACT
Training is one of important requirements for the sustainability of an
institution/organization. Some of the underlying reasons are the lack of
view and research results that show training which can increase value-
added for one and not only be an objective to affect short-term
performance. In addition, people in several countries, including
Indonesia believe that there is a positive correlation between training
and education. Educational institutions also often choose training as
one of the strategies to improve the quality of the performance of
teachers in the education personnel in order to achieve educational
goals. One of the things that concern is and great for training programs
are sometimes not followed by the evaluation of the effectiveness and
training itself. Specifically, Kirkpatrick (2006) points out the reasons
why training needs to be evaluated. First, the evaluation is conducted to
determine whether the training can contribute to the achievement of
organizational goals or not. Second, the training also needs to be
evaluated to decide whether the training program should be continued
or not. Third, training evaluation is used to obtain information about
how the improvement and development of training programs that will
come. Therefore, funds that have invested in large quantities for a
training program is to encourage the emergence of a need for a process
of evaluation of the effectiveness of training programs implemented.
For the purposes of this evaluation, measurement becomes something
important.
Keywords: Evaluation Model, Reaction, Learning, Behavior, Result and
ROI
ABSTRAK
Pelatihan merupakan salah satu kebutuhan yang penting bagi
keberlangsungan sebuah institusi/ lembaga. Beberapa alasan yang
mendasari hal ini adalah adanya pandangan dan hasil-hasil penelitian
yang mengatakan bahwa pelatihan dapat meningkatkan nilai tambah
bagi seorang dan bukan saja menjadi suatu tujuan untuk
mempengaruhi kinerja jangka pendek. Selain itu masyarakat
dibeberapa negara, termasuk indonesia berpandangan bahwa terdapat
hubungan positif antara pelatihan dengan pendidikan. Institusi-
institusi pendidikan juga sering memilih pelatihan sebagai salah satu
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strategi untuk meningkatkan kualitas kinerja pendidik dalam tenaga
kependidikan dalam rangka mencapai tujuan pendidikan.
Salah satu hal yang menjadi keprihatinan adalah dan yang besar untuk
program pelatihan terkadang tidak diikuti dengan efektifitas dan
evaluasi pelatihanya itu sendiri. Secara khusus, Kirkpatrick (2006)
mengemukakan alasan mengapa suatu pelatihan perlu dievaluasi.
Pertama, evaluasi dilakukan untuk mengetahui apakah pelatihan dapat
memberikan kontribusi terhadap pencapaian tujuan organisasi atau
tidak. Kedua, pelatihan juga perlu dievaluasi untuk memutuskan
apakah program pelatihan tersebut perlu dilanjutkan atau tidak. Ketiga,
evaluasi pelatihan digunakan untuk mendapatkan informasi mengenai
bagaimana peningkatan dan pengembangan program pelatihan yang
akan datang. Oleh karena itu, dana yang telah diinvestasikan dalam
jumlah besar untuk suatu program pelatihan mendorong munculnya
suatu kebutuhan akan proses evaluasi terhadap keefektifan program
pelatihan yang dilaksanakan. Untuk tujuan evaluasi ini, pengukuran
menjadi sesuatu yang penting.
Kata kunci: Model Evaluasi Reaction, Learning, Behavior, Result and
ROI
INTRODUCTION
Training in education becomes a very rewarding activity for
educational institutions. but there are things that concern in holding training
program in education is the major funding for the training program are
sometimes not followed by the evaluation of the effectiveness and training
itself. Specifically, Kirkpatrick (2006) points out the reasons why a training
needs to be evaluated. First, the evaluation was conducted to determine
whether the training can contribute to the achievement of organizational
goals or not. Second, the training also needs to be evaluated to decide
whether the training program should be continued or not. Third, training
evaluation is used to obtain information about how the improvement and
development of training programs that will come. Therefore, funds that have
invested in large quantities for a training program to encourage the
emergence of a need for a process of evaluation of the effectiveness of
training programs implemented. For the purposes of this evaluation,
measurement becomes something important.
To evaluate the training program that has been carried out by an
agency or institution, many models used by evaluators such as, program
evaluation CIRO models, models Kirkpatrick, kirkptrick development model
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and so on. But in this paper, the author will only present evaluation
Kirkpatrick development training program formulated by Jack J. Phillips and
its implementation in education.
1. Definition and Basic Importance Training Evaluation
a. Definition Training Evaluation
An integral part and parcel of an activity is the evaluation process.
Evaluations were conducted procedurally would be a good thing anyway.
Evaluation is the process of collecting and analyzing data systematically
required in the decision making process. Grounlund (1990:5) was define
evaluation is the systematic process of collecting, analyzing and interpreting
information to determine the extent to which pupils achieving instructional
objects. Djaali and Muljono (2008:1) stated evaluation is the process of
assessing something based on criteria or goals that have been set, the set,
which is followed by decisions of the objects that have been evaluated. Also
expressed by purwanto (2009:1), the evaluation is based on measurements of
decision-making and standard criteria. Furthermore Sukardi (2009:1)
explained that the evaluation is a process of understanding, to give meaning,
obtain, and communicate something information for decision makers. To
evaluate of educational programs to determine the level of achievement of
programs at once to give responsibility (accountability) of the program that
has been running and providing information to decision makers at the
planning stage. Achievement output quality education can not be separated
from the educational process is carried out and is a fusion of various
dimensions, both with regard to the input of education and the educational
process itself. Worthen and Sanders (1987: 1) argues that the evaluation is to
find something valuable (worth). Something valuable that is information
about a program, as well as the production of certain alternative procedures.
Therefore evaluation is not a new thing in human life because it always
accompanies a person's life. A man who had been working on a case, it
would have to assess whether he does it complies with the original intention.
According Rutman (1984:122), program evaluation is the application of
scientific methods to measure the implementation of programs for decision-
making.
From the definition of the evaluation were presented by experts above,
can be synthesized that evaluation is an activity that is carried out
systematically through the various processes of measurement and
assessment is carried out and then present information about the success of a
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program that has been carried out, followed by a decision on the object to be
evaluated. Evaluation is an activity undertaken systematically evaluators
with process measurement and assessment of something that in an
evaluation program based on agreed criteria subsequent to such information
be footing in decision-making. Evaluation is important as a tool to determine
whether the program was planned and carried out has been achieved in
accordance with the objectives previously set.
Brinkerhoff (1983:11) stated that the evaluation of the program are:
1) The process of determining the extent to which goals and objectives of
the program have been realized.
2) provide information for decision making
3) comparison of performance with specific benchmarks to determine
whether there are gaps
4) The assessment of price and quality
5) size, select developed, with the goal of each is determined and
6) The systematic investigation of the value or quality of an object.
Bigman argues that there are several user evaluation of the program,
namely to:
1) Find out whether objectives can be achieved and much can be
achieved
2) Find the reason for the successes and failures in particular the
objective of a program
3) Finding the principle underlying the success of the program
4) conducting experiments with certain techniques in order to improve
effectiveness
5) Laying the foundation to conduct further research on the basis of the
success of alternative techniques used
6) Formulate back in a way that will be used to accomplish goals and
sub-goals even redefined in accordance with the findings of the
research.
The evaluation of educational programs to determine the level of
achievement of programs at once to give responsibility (accountability) of the
program that has been running and providing information to decision
makers at the planning stage. Achievement output quality education can not
be separated from the educational process is carried out and is a fusion of
various dimensions, both with regard to the input of education and the
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educational process. Evaluation of educational training is the application of
scientific methods to measure the implementation of programs for further
decision making.
According Noe (2002) Evaluation of training is the process of collecting
the results necessary to determine whether or not an effective training.
Alvarez, training evaluation is a measurement technique to determine the
extent of which the training program meet the desired objectives. According
the above explanation, it can be concluded that the evaluation of the training
focused on the training results were then compared with the original
purpose of the implementation of the training program.
b. Importance Of Training Evaluation
The training program is an effort to develop human resources. To
determine the effectiveness and level of achievement of the training is carried
a step is evaluation. The evaluation was done not only the end of the training
course for the evaluation of a chain of system of training which is done
before training, during training and after training. Evaluation of the training
program is intelligence gathering and assessing the information to determine
and decide how effective use of training resources available in order to
achieve the overall training objectives. Evaluation of training trying to get
information about the results of the training program, and then use that
information in the assessment.
The function of program evaluation According Scriven (1967: 225) are
as follows: Formative evaluation function that is used for the improvement
and development of ongoing activities (programs, people, products, etc.).
Summative evaluation function that is used for accountability, description,
selection or advanced. So the evaluation should assist in the development,
implementation, needs a program, program improvement, accountability,
selection, motivation, knowledge and support of those involved. Diagnostic
function is to guess a program.
According to Jack J. Phillips (1997), there are several reasons why a
company conducts training evaluation. First, the evaluation of the training
program can provide diagnostics to institutions/organizations on the revised
form should be made to the training program that has been running to be
able to get desired destination. Secondly, the evaluation of the training
program can give positive benefits, and the third evaluation of the training
program will affect the decision to determine the alternative program and
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participants will be prepared for the future. In a nutshell is, evaluation of
training provides a way to understand the investment resulting from
training and provide the information necessary to improve the training. If
certain institution not get a sufficient rate of return on the investment, it is
likely to reduce investment company training programs or find other ways to
improve the training program. Thus the training event is not just training,
but with millions of funds that have been issued training can not give
benefits to individuals and companies.
2. The Criteria are Used for Evaluation and The effectiveness of A training
a. Training Evaluation Criteria
Training outcome or criterion refers to measures that coaches use to
evaluate a training program. Many practitioners and researchers who argue
that the criteria laid out in the four-level Kirkpatrick evaluation model is too
simple. For that developed several additional criteria such as motivation and
Return on Investment (ROI) as a complement to existing basic criteria in the
initial model of training evaluation Kirkpatrick, formulated by Jack J.
Phillips. Here are some of the criteria used to measure training:
1) Affective come out, which includes motivation, how likely
participants would be training programs.
2) Cognitive outcome, namely the acquisition of knowledge as a result of
training
3) Skill-based outcome, namely to increase the ability and skills of
behavior due to training
4) Result, business results achieved by the organization
5) Return of Investment (ROI), refer to the comparison of monetary
benefits from a training with training costs.
By knowing the results of the training evaluation training it can be
seen to what extent the training gives effectivenes.
b. Effectiveness Training
In general, a training program is said to be effective if the results of the
training was to provide benefits to the participants and the company.
Benefits for trainees can include learning, expertise, new behavioral change,
while the benefits for the company is able to cover increase sales and increase
customer satisfaction. However, the achievement of the effectiveness of
training is not only there. According to Alvarez et. al, the effectiveness of the
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training is a theoretical approach to understanding the results obtained as a
result of a training program. The focus of training effectiveness lies in
learning the system as a whole, so that the findings of the effectiveness of the
training shows that why there are results that can achieve its goal of training
and why no results that do not reach the goal.
The effectiveness of training is not only seen from the results of the
training perceived individual or for the organization. Training effectiveness
is affected by the process prior to the training during the implementation
until after the training. Thus the first step in the process of training, the
training needs analysis is a critical factor for the effectiveness of the training.
Departing from training needs analysis will then be able to determine the
material, proper training methods.
3. Kirkpatrick Evaluation Model Developed by Jack J. Phillips (Reaction,
Learning, Behavior, Result & ROI)
a. Development Model Kirkpatrick
Kirkpatrick evaluation model development formulated by Jack J.
Philips includes the following components:
1) Reaction is the first level of evaluation krikpatrick development
training, which is useful to know the level of satisfaction and the
reaction of the trainees, among others, with respect to: the
implementation of the training, the training process and training
materials.
2) Learning is the second level of evaluation Kirkpatrick development,
which is the stage at which participants are tested in writing to
determine the extent of the training material has been received by
them. In other words, the evaluation of the results of the training
include: knowledge, attitude change and psychomotor trainees.
Measurements can be carried out during or after training.
3) Behavior is a third level which describes the behavior of the trainees
after the training program are shown in the workplace/their duties.
Measurement of behavior is usually done after returning to the place
of work each (about 1-3 months).
4) Result is the fourth level, which describes the impact of changes in the
performance of the trainees are shown in institutions that work in
both an increase in productivity, achievement and so on.
Measurement usually the result of an interval training requires
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relatively long time after training, according to impac what is
expected by the institution.
5) Return On Investment (ROI) is a measure in the form of monetary
gains derived by an organization after a certain period of time as the
reciprocal of the investment of a training program. Return On
Investment is calculated based on the estimate or the data on the costs
and benefits associated with the training program. By utilizing this
ROI, business units can effectively allocate the available resources to
improve performance and drive the success of an organization. In the
education world ROI calculations can be compared with the
performance of trainees convert data with the assumption that the
improved performance is an asset that does not count the monetary
value. four steps to measure the ROI of training, namely: (1) isolating
the effect of training on things outside of training, (2) converting the
effects of the training into monetary form, (3) calculate the cost of
training, and (4) comparing the costs of training with a value plus
monetary obtained as a result of training. Here is a picture ROI Model:
Source: Jack J Phillips, 1997
b. Counting the Cost of A training
This stage is often referred to as cost-benefit analysis (cost-benefit
analysis). Cost-benefit analysis in the calculation of ROI is the process of
determining the economic value of a training program by using accounting
methods. Determining the economic value of a training program covering
the calculation of training costs and results (benefits) obtained after the
training program. In calculating the cost of a training program, do not forget
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to take into account indirect costs, such as the use of materials, equipment,
rooms, and so forth. Examples of the costs involved in the training program:
Development of module-design, writing, illustration, validation tests and
evaluation instruments.
Comparing Costs Monetary Value Added A training, with the ROI
formula is as follows:
Information:
a. Net Benefits Program is a program of benefits minus total costs
incurred.
b. The program benefits a number of benefits for investment ent.
c. The total incurred costs represent costs incurred as an investment.
ROI formula is derived from the formula BCR (Benefits / Cost
Ratio).
ROI value obtained is then analyzed and used as one of the important
things in making decisions as well as the improvement and development of
training programs. According to Jack J. Phillips, one of the most convenient
method of obtaining data is based on estimates of the participant (ex-
participants) training itself, namely by using Participant Estimate. The
effectiveness of this approach lies in the assumption that the participant has
the ability to determine or estimate how much they experienced improved
performance was related to the training program that followed. Participant
should be the party most know how big the changes caused by the
application of the training program in their daily work.
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Furthermore, Phillips also argued that although only an estimate, the
value obtained usually have high credibility, especially considering the
participant is in the midst of change or an increase in performance occurs.
This thinking also, in addition to considerations of cost and time, which
underlies the selection of methods Participant Estimate. Meanwhile, there is
also a drawback of this approach is an element of subjectivity respondents in
providing estimates of the contribution of each factor. Things can be done to
reduce the influence of this subjectivity is to ask how far the level of
confidence of respondents in providing these estimates. However, before
deciding on which method will be used, Phillips also stressed the need to
first identified any factors that have contributed to the changes that occur
after the training program was held.
c. Convert influences into Monetary Values A training & Stages
1. Convert influences into Monetary Values Training
Influence or the added value obtained as a result of the training
program should always be identified, sorted, and converted into monetary
form. Changes to employee performance should be assessed by involving
various stakeholders such as supervisors, directors, managers, and others in
the organization. The decision to involve the various parties will be far more
objective than handing all of the assessment to the Human Resources
Manager.
The influence can be seen (tangible) or invisible (intangible), and is
usually referred to as the hard data and soft data. Hard data is quantitative,
statistical, numbers-oriented and can easily be converted into monetary form.
Soft data is more qualitative and more difficult to measure and converted
into cash. Examples of soft data could be an increase in job satisfaction,
organizational commitment enhancement, improved communication among
employees of different lines, and so forth.
2. Phase Conversion Data Become Monetary Values
Converts the data business results - obtained from the evaluation of
Level 4 into monetary values is basically an early stage to express the impact
of training on financial measures. As discussed earlier, expression of the
financial measures has been a matter of debate whether the investigators
about maybe doing it, even though they generally agree that the evaluation
of the effectiveness of training is going to provide more tangible results for
the company if it can be measured financially.
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Jack J. Phillips (2002) distinguishes business results in the two
categories of data, hard data and soft data. Hard data is the business
performance measurements that are commonly used and have high
objectivity and relatively easy to measure. According to him, another
example of hard data between the output produced, the level of sales, cost, or
labor time used. Meanwhile, the soft data is more subjective, it is difficult for
quantified, and have a lower level of confidence than the hard data.
Examples of soft data between the other levels of job satisfaction, employee
loyalty, employee attendance rates, and others.
Furthermore, Phillips also noted four (4) performance data conversion
steps are important in the monetary data, as follows:
1) Determine the performance measures that are influenced by training
programs.
2) Determining the value of each unit of that size = (V).
3) Determine the increase / change in performance occur = (ΔP).
4) Step 4: Calculate the value of increased performance = (V x ΔP).
The stages of evaluation training with Kirkpatrick's model of
development is as follows:
Source: Jack J. Phillips
4. The Examples of E. Kirkpatrick Evaluation Model Development on
strengthening A training Program Supervisor Performance
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The author exemplifies Kirkpatrick evaluation model development
training on performance reinforcement training supervisor at the
Department of Education As for the regulatory program evaluation using an
evaluation model development training Kirkpatrick (formulated by Jack J
Phillips) as follows:
Depth
Evaluation Component Data Sources
Tecnique and Data
collection instruments
Reaction
(Reaksi)
Participant Reaction
Against:
1. The
implementation
of services and
training
committee
2. The training
curriculum
3. Material,
Trainer A
training
4. Means and
Media A
training
Trainees
(Supervisor)
Quesioner
Learning Enhancements to:
1. Knowledge
(information)
2. Skills
3. attitude
Trainees
(Supervisor)
Test:
1. Knowledge
2. Performance
3. Attitude
Behavior Work behaviors
applied to the
working
environment:
1. attitude
2. mental
3. Work Motivation
1. Trainees
(Supervisor)
2. Bosses
participants
3. Partner
Participants
Observation
Interview
Result The impact of
training:
1. Achievement
2. Improved
School
1. Trainees
(Supervisor)
2. Tops
participants
3. Partner
1. Interview
2. Documentation
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Depth
Evaluation Component Data Sources
Tecnique and Data
collection instruments
Performance Participants
Return on
Investmen
(ROI)
omparing the cost
of training with the
result watchdog
performance in
percentage form.
Conversion
performance data to
monetary data
1. Operator
training
2. Trainees
1. Documentation
2. Quesioner
Furthermore, the
calculation model with
the model accounting
(statistics)
CONCLUSION AND SUGGESTION
Implementation of the program should be regularly evaluated to see
how far the program has succeeded in achieving the purpose of the program
that was previously set. Without the evaluation, the programs that run will
not be visible effectiveness. Thus, new policies with respect to the program
will be supported by the data. Therefore, the evaluation of the program aims
to provide data and information as well as recommendations for
policymakers (decision maker) to decide whether to continue, amend or
terminate a program.
One model to evaluate the training program is to use the model to
evaluate the development of the four levels of Kirkpatrick by Jack J. Phillips.
Training in essence aims to optimize the employee in performing his daily
duties by increasing the knowledge, skills and attitudes of working through
the learning process. To assess the effectiveness of the training necessary to
evaluate the training. There are several criteria that can be used in evaluating
the training, among others, reaction, learning, behavior, results and ROI
(Return on Investment). According to some literature, techniques of
evaluation criteria is a technique best ROI because it is considered the most
objective technique compared to four other criteria for dominance in the
quantitative element of the method. ROI is a measure that is obtained by an
organization after a certain period of time on investment of a training
program. ROI is calculated based on the estimates or data on costs or gains
on the training program. The goal is that business units can allocate available
resources effectively in order to improve the performance and success of an
organization.
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However, in the end none of the best ways to evaluate the training
program. Which can and it is important to do is trying to collect complete
data before and/or after training in order to accurately evaluate the training
program. In addition, the cost factor; training purposes; the time available;
and the desired accuracy level also needs to be considered in choosing the
design of training evaluation.
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